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Articulation of managers
HRM accountabilities.
HR policies. Workforce
planning. Job classes &
salaries assigned.

Managers understand
HRM accountabilities.
Jobs, staffing levels, &
competencies aligned
with agency priorities.

Foundation is in place
to build and sustain a
productive, high

performing workforce.

Qualified candidate
pools, interviews &
reference checks. Job
offers. Appts & per-
formance monitoring.

Best candidate hired &
reviewed during
appointment period.
Successful performers
retained.

The right people are in
the right job at the
right time.

[Enter Agency Name]

Work assignments&
requirements defined.
Positive workplace
environment created.
Coaching, feedback,
corrections.

Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Staff know job
rqgmts, how they’re doing,
& are supported.

Time & talent is used
effectively. Employees
are motivated &
productive.

Individual development
plans. Time/ resources
for training. Continuous
learning environment
created.

Learning environment
created. Employees are
engaged in develop-
ment opportunities &
seek to learn.

Employees have
competencies for
present job & career
advancement

Clear performance
expectations linked to
orgn’al goals &
measures. Regular
performance appraisals.
Recognition. Discipline.

Employees know how
performance contributes
to success of orgn.
Strong performance
rewarded; poor
performance eliminated

Successful perf is
differentiated &
strengthened.
Employees are held
accountable.

A 4

Employees are
committed to the work
they do & the goals of
the organization

Productive, successful
employees are retained

State has workforce
depth & breadth
needed for present and
future success

A 4

Agencies are better
enabled to successfully
carry out their mission.
The citizens receive
efficient government
services.




[Enter Agency Name]

» Percent supervisors with current performance expectations for workforce

management
* Management profile
e Workforce planning measure (TBD) \

» Percent employees with current position/competencies descriptions

»  Time-to-fill funded vacancies |
e Candidate quality "
e Hiring Balance (Proportion of appointment types)
e Separation during review period

Employee survey ratings on

«  Percent employees with current performance expectations ‘commitment” questions
* Employee survey ratings on “productive workplace” questions Turnover rates and types
» Overtime usage

» Sick leave usage

* Non-disciplinary grievances/appeals filed and disposition (outcomes)
*  Worker safety Workforce diversity profile

Turnover rate: key
occupational categories

Retention measure (TBD)

» Percent employees with current individual development plans
 Employee survey ratings on “learning & development” questions
e Competency gap analysis (TBD)

e Percent employees with current performance evaluations j
« Employee survey ratings on “performance & accountability” questions

+ Disciplinary actions and reasons, disciplinary grievances/appeals filed and
disposition (outcomes)

« Reward and recognition practices (TBD)




Washington School for the Deaf

Workforce Management Expectations

Percent supervisors with current performance
expectations for workforce management = 100%

#

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

#

Percent supervisors with
current performance
expectations for
workforce management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

+#"

*Based on 16 of 16 reported number of supervisors

Agency Management Staff:

Superintendent
Assistant Superintendent (vacant)
Executive Assistant to the Superintendent
Director of Business Operations
Director of Outreach Services
Director of Residential Services (2)
Principal
HR Manager
SRVOP Director
Interpreter Consultant
Facilities Manager
Nutrition Services Manager
Nursing Supervisor
IT Manager
Student Life Dean (2)

Analysis:

The Board of Trustees develops
expectations for the Superintendent
(Director of agency).

Management staff receive their
performance period expectations in
September, at the beginning of the school
year.

Action Steps:

Continue providing clear expectations to
management staff. An expectation of
management staff is to ensure
expectations documents are completed for
each and every part-time and full-time
employee.

Work on creating a set of core
expectations that apply to all management
staff at the agency.



#

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

#

Percent supervisors with
current performance
expectations for workforce
management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

Management Profile

WMS Employees Headcount = 1

Percent of agency workforce that is WMS = approx 1%
Managers* Headcount = 16

Percent of agency workforce that is Managers* = 15%

-* " J 101 "%H 2+ 3+ 4+5

Agency Management Staff:

Superintendent - Director
Assistant Superintendent (vacant) — EMS
Executive Assistant to the Superintendent - EMS
Director of Business Operations - EMS
Director of Outreach Services - EMS
Director of Residential Services (2) - EMS
Principal - EMS
HR Manager - EMS
SRVOP Director - EMS
Interpreter Consultant - WMS
Facilities Manager - GS (Non-represented)
Nutrition Services Manager — GS (Non-represented)
Nursing Supervisor — GS (Non-represented)
IT Manager — GS (Represented)

Student Life Dean (2) — GS (Represented)

Washington School for the Deaf

Analysis:

Most managers at WSD are in Exempt
Management Service and are banded
accordingly.

One employee in the position of
“Educational Interpreter Consultant” is in
Washington Management Service.

The two Student Life Deans and the IT
Manager are included in General Service
and are WFSE union-represented. One
Dean supervises the swing-shift Student
Life Counselors (SLC) and the other
Dean supervises the graveyard SLCs.
The IT Manager supervises two lower-
level staff.

The Facilities Manager, Nutrition
Services Manager, and the Nursing
Supervisor are non-represented General
Service staff.

Action Steps:

There are no specific action plans
identified at this time, because we’ve
already met our mid-management
reductions requirement.

Review management positions annually.
Update job duties as necessary.

A 5



#

Managers understand

workforce management

accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

#

Percent supervisors with
current performance
expectations for workforce
management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

[Enter Agency Name]

Current Position/Competency Descriptions

Percent employees with current

position/competency descriptions = 100%

*Based on 108 of 108 reported employee count

Applies to employees in permanent positions, both WMS & GS

Analysis:

All part-time and full-time staff have up-to-
date position descriptions on file as of
10/2006. New staff have been given job
descriptions upon hire.

Position descriptions are reviewed each
year when job expectations are developed
at the beginning of the performance period
or when a position becomes vacant.

All agency position descriptions are on the
most recent version of the position
description form created by DOP.

Employees are encouraged to discuss job
changes and updates with their supervisor
so the job description is an accurate
overview of the current duties.

Jobs and competencies are defined and
aligned with agency priorities.

Action Steps:

There will be an on-going focus of creating
position descriptions that are written in
“Plain Talk” and are easy to understand.

Position descriptions should be reviewed
and checked for accuracy and quality.

Managers and supervisors are expected to
review the position descriptions with staff
annually.



#

Best candidates are hired
and reviewed during
appointment period. The
right people are in the right
job at the right time.

Time-to-fill vacancies
Candidate quality

Hiring Balance (proportion
of appointment types)

Separation during review
period

Washington School for the Deaf

Time-to-fill / Candidate Quality

Time-to-fill Funded Vacancies
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Analysis:

We were able to find qualified candidates
for all openings during this period, within a
relatively short amount of time.

All candidates that are interviewed meet the
qualifications necessary for the position at
varying degrees. Candidates are hired
based on their skills and abilities, work
experience, educational background, and
their answers to interview questions.

A team of interviewers, including the HR
Manager and the Hiring Manager, meet to
screen applications, interview candidates,
and discuss top candidates that will be
referred to the Superintendent for a second
interview.

Through post-hire analysis meetings with
Hiring Managers, the HR Manager gets
feedback about the new hire. Most cases,
the managers are satisfied with their new
employee(s). Is there a specific “candidate
quality form” that is to be completed?

Due to too many issues and complaints
about the e-recruiting system, WSD has not
yet started using this program.

Action Steps:

Contact DOP regarding the “candidate
quality “ form for Hiring Managers.

Move to using the e-recruiting once e-
recruiting issues have been fixed. 7



#

Best candidates are hired
and reviewed during
appointment period. The
right people are in the right
job at the right time.

Time-to-fill vacancies

Candidate quality

Hiring Balance
(proportion of
appointment types)

Separation during review
period

Washington School for the Deaf

Hiring Balance / Separations During Review Period

Types of Appointments

2C
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Separation During Review Period

Probationary separations - Voluntary 01

Probationary separations - Involuntary 00
Total Probationary Separations 01

Trial Service separations - Voluntary 00

Trial Service separations - Involuntary 00
Total Trial Service Separations 00

Total Separations During Review Period 01

>9

Analysis:

We hired four new teachers for the 07/08 school
year. They are recorded as “exempt”. They are
not administrators or managers, so the term
“exempt” may be different for our agency than it is
for other agencies.

We hired a new permanent Fiscal Analyst in our
business office, to fill a vacancy left by an
employee who transferred to another state
agency.

We promoted a Recreation Specialist 1 to a
Recreation Specialist 3 to fill a vacancy left by an
employee who recently retired from state service.

Our Assistant Superintendent was promoted into
the Superintendent vacancy, on an interim basis.

The “other” category refers mostly to on-call staff
who were placed into full-time non-permanent
positions. It also captures two short-term non-
permanent positions of Principal and the
Academic Secretary, while we recruit to fill these
positions permanently.

One Food Service Worker left voluntarily during
her probationary period. She did not complete an
exit interview.

Action Steps:

Encourage all exiting staff complete an exit
interview. The information is helpful.

Maintain up-to-date records internally. Business
Warehouse data can be misleading based on the
way we record data (i.e. teachers are “exempt”).

wHTOLT



Washington School for the Deaf

Current Performance Expectations

Analysis:

#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Percent employees with current performance
expectations = 70%*

*Based on 64 of 92 reported employee count
Applies to employees in permanent hon-management positions,

+#" 1t

Total number of employees accounts for all
part-time and full-time staff General Service.

WSD uses a school-year based performance
period for most staff, which means performance
expectations are given to employees in the
month of September (start of school) .
Evaluations are completed at the end of the
school year (or by August 315t) for year-round
staff).

The Principal, who oversees about half of the
total staff, resigned in mid-August this year.
Expectations were not prepared for staff who
returned to school in September. We were able
to recruit an Interim Principal, with short notice.
The Interim Principal is working on the
remainder of the expectations documents for
academic staff. We expect a 100% completion
rate by the end of November. The next HRM
report should reflect 100% completion .

PDP training is available annually for managers.
The entire management team attended PDP
training, that was hosted at WSD, on August 16,
2007.

Expectations are reinforced throughout the
performance period by on-going communication
between managers and employees.

Action Steps:

Continue offering PDP refresher courses to
managers annually.

Encourage employees to seek clarity from their
supervisor when expectations are not clear.

Require managers to document + and -
feedback given informally to employees,



Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive
workplace” questions

Overtime usage

Sick leave usage

Non-disciplinary
grievances/appeals filed

and disposition (outcomes)

Safety and Workers
Compensation (TBD)

Washington School for the Deaf

Employee Survey “Productive Workplace” Ratings

Q4. | know what is expected of me at work. Avg

Q1. | have opportunity to give input on decisions affecting my work.

? 69?

36
Q2. | receive the information | need to do my job effectively.

Q6. | have the tools and resources | need to do my job effectively.

a8

Q7. My supervisor treats me with dignity and respect.
43

? G?

Q8. My supervisor gives me ongoing feedback that helps me

improve my performance.
36

? 67
Q9. | receive recognition for a job well done.
33

? ?
+% " %% 1 # %% %(

Overall average score for Productive Workplace Rati  ngs: 3.9

%

%
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Analysis:

Staff are confident they know what is expected of them at
work, and most feel they have the necessary information

to perform their jobs successfully.

The Washington School for the Deaf employs many on-
call staff. On-call staff work sporadically and do not
receive performance evaluations, which may skew data
for survey question #8 “My supervisor gives me ongoing
feedback that helps me improve my performance”. Also,
since on-call staff are not part of the regular workforce (in
most cases), they may not have as much opportunity to
provide input on decisions affecting their work.

Some employees feel they do not receive the recognition
they deserve. This is a higher negative score than we'd
like to see, although it is consistent with the statewide
employee survey data.

The overall average score for productive workplace
ratings is 3.9, which is pretty high on the 1-5 scale. The
next survey will not be conducted until October 2007
(according to DOP), and we hope to see the overall
average number increase to 4.2 or higher. The October
2007 data will be included in the April 2008 HRM report.

Suggestion boxes have been placed in each department.
A few suggestions have been placed in the boxes. All
suggestions are reviewed, and action plans are
developed, during leadership team meetings. Some
suggestions have been implemented.

The PAWS-for-Appreciation program still exists, although
activity within the program seems to have decreased.

Managers are dedicated to providing informal feedback
and recognition throughout employee performance
periods. Methods of recognition and positive
reinforcement are discussed during leadership team
meetings.

Action Steps:

Send an all staff email about the suggestion boxes,
reminding them of the locations, review and follow up
processes employed for suggestions received.

Direct managers to have a follow up discussion with staff
about recognition activities — ask for input & ideas.

We requested only permanent staff complete the DOP
survey in October 2007, so answers from on-call staff do

L L
TTOU SRCvY Ceteet,
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#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Washington School for the Deaf

Overtime Usage

Average Overtime (per capita) * Overtime Cost - Agency
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o | . ] R Overtime numbers do not reflect seasonal employees.
Yo Employees Receiving Overtime Seasonal employees make up a large percentage of our
6G- workforce, however those numbers are not reflected
6 4 because the “employee group”, as determined by DOP,
G includes permanent, civil service exempt and appointed.
Many of our classified school-year staff are in the
1e » Ae U RSN - « .
N N S et N * | L. system as “seasonal”.
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BN A\\ About half of our workforce is not represented in this
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#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Sick Leave Usage
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Sick Leave Hrs Used / Earned (per capita)

Washington School for the Deaf

Analysis:

Overtime numbers do not reflect seasonal
employees. Seasonal employees make
up a large percentage of our workforce,
however those numbers are not reflected
because the “employee group”, as
determined by DOP, includes permanent,
civil service exempt and appointed. Many
of our classified school-year staff are in
the system as “seasonal”.

About half of our workforce is not
represented in this overtime data. We
track all overtime information internally for
more relevant reporting and analysis.

Action Steps:

Continue health and wellness programs
and information-sharing by our school
nurse to encourage healthy behaviors and
a reduction in overall sick leave.

Continue to share information about flu
shots and general wellness each year.

Avg Hrs SL Used (per
capita) - Agency

% of SL Hrs Earned (per
capita) - Agency

Avg Hrs SL Used (per
capita) — Statewide*

% of SL Hrs Earned (per
capita) — Statewide*

5.3 Hrs

74.4%

6.4 Hrs

82.5%

Sick Leave Hrs Used / Earned (those who took SL)

Avg Hrs SL Used (those
who took SL) - Agency

% SL

Hrs Earned (those

who took SL) - Agency

Avg Hrs SL Used (those who
took SL) — Statewide*

% SL Hrs Earned (those
who took SL) — Statewide*

14.4 Hrs

179.5%

11.9 Hrs

148.4%

Sick Leave time period = July 2006 through June 2007
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#

Staff know job
expectations, how they're
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are

motivated.

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition
(outcomes)

Worker safety

Non-Disciplinary Grievances

Washington School for the Deaf

(represented employees)

Number of Non-Disciplinary Grievances Filed

N#%D|H
#DH

L = T =z
O o o g 2 6 o o g
+ N - z L - —

N# D

Total Non-Disciplinary Grievances = 00

Non-Disciplinary Grievance Disposition*
(Outcomes determined during 04/07 through 10/07

No grievances were filed at the Washington School for the
Deaf. Only one state-wide classification grievance, filed by
the WPEA, was “received” , but it didn’t apply to any
classifications at this agency. It was forwarded to the LRO,
and then later dropped.

- DD " % ( #
"% 1 ( 15 #" #
%! ( % !

Analysis:

We're fortunate to have a fairly open relationship with
both union groups at the agency. We are able to work
together to resolve issues at a lower level.

Action Steps:

Continue communicating with staff on an on-going
basis, especially during times of change, which is
NOW!

Schedule UMCC meetings throughout the school year.

Continue working with key union representatives to
resolve issues at a lower level.

A 13



Washington School for the Deaf

Non-Disciplinary Appeals (mostly non-represented employees)

Filings for DOP Director’'s Review Filings with Personnel Resources Board
Time Period = 04/07through 10/07 Time Period = 04/07through 10/07
#
Staff know job 00 Job classification 00 Job classification
expectations, how they're 00 Rule violation 00 Other exceptions to Director Review
doing, & are supported. 00 Name removal from register 00 Layoff
Workplace is safe, gives 00 Rejection of job application 00 Disability separation
capacity to perform, & 00 Remedial action 00 Non-disciplinary separation
fosters productive
relations. Employee time 00 Total filings 00 Total filings
and talent is used D " % % % (

effectively. Employees are
: There is no one-to-one correlation between the filings shown above and the outcomes displayed in the charts below. The
motivated. time lag between filing date and when a decision is rendered can cross the time periods indicated.

Percent employees with The Washington School for the Deaf
current performance didn’t have any non-disciplinary
expectations appeals during this time period.

Employee survey ratings
on “productive workplace”
guestions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition

m
(outcomes) Total outcomes = 00 Total outcomes = 00

Worker safety Time Period = 04/07through 10/07 Time Period = 04/07 through 10/07
+H#" %
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A learning environment is
created. Employees are
engaged in professional
development and seek to
learn. Employees have
competencies needed for
present job and future

advancement.

Percent employees with
current individual
development plans

Employee survey ratings
on “learning &
development” questions

Competency gap analysis
(TBD)

Washington School for the Deaf

Individual Development Plans

Percent employees with current individual

development plans = 74%

*Based on 80 of 108 reported employee count
Applies to employees in permanent positions, both WMS & GS

Employee Survey “Learning & Development” Ratings

Q5. | have opportunities at work to learn and grow.

-

Q8. My supervisor gives me ongoing feedback that helps me

improve my performance.
. - 36

Avg
3.8

Overall avg score for Learning & Development Rating  s: 3.7

+#" 1"

Analysis:

Total number of employees accounts for all part-
time and full-time staff Exempt Management
Service, Washington Management Service, and
General Service.

WSD uses a school-year based performance
period for most staff, which means performance
expectations are given to employees in the month
of September (start of school) . Evaluations are
completed at the end of the school year (or by
August 315 for year-round staff).

The Principal, who oversees about half of the total
staff, resigned in mid-August this year. Individual
development plans were not prepared for staff who
returned to school in September. We were able to
recruit an Interim Principal, with short notice. The
Interim Principal is working on the remainder of the
expectations documents for academic staff. We
expect a 100% completion rate at the end of
October.

PDP training is available annually for managers.
The entire management team attended PDP
training, that was hosted at WSD, on August 16,
2007.

Expectations are reinforced throughout the
performance period by on-going communication
between managers and employees.

Action Steps:

Continue offering PDP refresher courses to
managers annually.

Require managers to document + and - feedback
given informally to employees,

Encourage active involvement of employees when
creating individual development plans. 15



#

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful

performance is differentiated

and strengthened.

Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings on

“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary

grievances/appeals filed and

disposition (outcomes)

Reward and recognition
practices (TBD)

Washington School for the Deaf

Current Performance Evaluations

Percent employees with current performance
evaluations = 96%

*Based on 104 of 108 reported employee count
Applies to employees in permanent positions, both WMS & GS

Analysis:

Performance periods are based on the
school year . Almost everyone received
a performance evaluation for the last
performance period.

With both the Superintendent and
Principal transitioning out in the month
of August, we ran into a couple
incompletes.

Managers are expected to complete an
annual evaluation on each and every
one of their employees. Completion rate
expected=100%

Only part-time and full-time staff receive
annual evaluations. Our 30+ on-call
staff do not receive formal evaluations.

Action Steps:

Review expectations with all managers.

Ensure all managers have PDP
training, and refresher courses
annually.

Make sure the last four evaluations get
done by the end of this month.

Ensure managers are following the
appropriate evaluation process, per the
instructions on the PDP form.

Employees should be actively involved
in self-evaluating. 16



Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings
on “performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed and
disposition (outcomes)

Reward and recognition
practices (TBD)

Washington School for the Deaf

Employee Survey “Performance & Accountability” Ratin gs

Avg
Q3. I know how my work contributes to the goals of my agency.
o 15% 34% 49% 4.3

Q10. My performance evaluation provides me with meaningful
information about my performance.

12% 12% 24% 5% 3.3

Q11. My supervisor holds me and my co-workers accountable for
performance.

Q9. | receive recognition for a job well done.

B 20% 1% | 3.3
+% " %% | # %% %(
Overall average score for “Performance & Accountabi lity”

ratings: 3.8

Analysis:

A large percentage of employees feel
their performance evaluations are not
meaningful. All managers have been
trained on how to conduct evaluations.

Approximately a quarter of employees
feel they not recognized for a job well
done.

Action Steps:

Target goal for agency an average
survey score of 4.0 or higher for
meaningful performance information.
Survey responses from on-call staff may
skew data somewhat.

Target goal for agency is an average
survey score of 4.0 or higher for the
guestion regarding recognition.

+#"
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Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed
and disposition
(outcomes)

Reward and recognition
practices (TBD)

Washington School for the Deaf

Formal Disciplinary Actions

Disciplinary Action Taken
Time period = 04/07 through 10/07

Dismissals

Demotions

Suspensions

Reduction in Pay*

Total Disciplinary Actions*

(el Noll Noll Noll e

* Reduction in Pay is not currently available in HRMS/BW.

Issues Leading to Disciplinary Action

None during this time period.

Analysis:

No formal disciplinary actions took place during
this time period. There are managers who
perform corrective actions to correct employee
behavior.

Action Steps:

Ensure managers understand corrective and
disciplinary actions as outlined in collective
bargaining agreements.

Continue working with key union representatives
to resolve issues at lower levels.
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Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded,;
poor performance is
eliminated. Successful
performance is differentiated

and strengthened.

Employees are held

accountable.

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed
and disposition
(outcomes)

Reward and recognition
practices (TBD)

Washington School for the Deaf

Disciplinary Grievances and Appeals

Disciplinary Grievances
(Represented Employees)

H -+
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ITTTTTTTT
&
2 I I T T |
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Total # Disciplinary Grievances Filed: 0

N# D

Disciplinary Appeals
(Non-Represented Employees
filed with Personnel Resources Board)

Time Period = July 2006 to December 2006

0 Dismissal
0 Demotion
0 Suspension

0 Reduction in salary

0 Total Disciplinary Appeals Filed with PRB

There is no one-to-one correlation between the filings shown above and the outcomes displayed in the charts
below. The time lag between filing date and when a decision is rendered can cross the time periods indicated.

+#" 1t

*Qutcomes issues by Personnel Resources Board
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Washington School for the Deaf

Employee Survey “Employee Commitment” Ratings

Avg

Q3. I know how my work contributes to the goals of my agency.

doose  ww I 43
Q12. | know how my agency measures its success.

- 20% 34% 27% O 3.6
Q9. | receive recognition for a job well done.

[ oo IR 33

+ % " %% | # %% %(
Overall average score for Employee Commitment ratin ~ gs: 3.5

Employee survey ratings
on “commitment”
guestions

Analysis:

Employees recognize how their
performance connects to the overall
goals and success of the agency.

A large percentage of employees
are unsure how the agency
measures its success, although we
believe this number most likely has
increased since last April, when the
survey was distributed to
employees.

The Superintendent meets with key
union representatives to share
information about program, budget
and facilities updates, messages,
and other information about the
agency. Also, the agency now has
a bi-monthly newsletter that goes
out to parents and posted on
WSD’s website.

Action Steps:

Continue working with staff to
create new ways to share
information so staff are aware of
agency goals and how the agency
measures its success (GMAP,
productivity measures, strategic
planning, quality assessments,
school accreditation, etc.).
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Washington School for the Deaf

Turnover Rates

Total % Turnover (leaving state) Analysis:
Time Period: [mm/yy] through [mm/yy] 2 employees retired during this time period.
10 staff resigned for various reasons.

7 on-call staff were separated for various reasons; 2
for performance-related causes. We do not count on-
call turnover in total data.

One employee promoted/transferred to another state
agency.

Five teachers resigned/retired, making recruitment
difficult because of the hard-to-fill status of a
teaching position that requires a master’s degree in
deaf education, certification, and sign language
skills. We were fortunate to hire qualified new
teachers for the 2007/2008 school year .

Our Superintendent resigned and moved from the
local area in early September. The Assistant
Superintendent is currently serving as the interim
% Superintendent.
s
Total Turnover Actions: 12
0 . 0,
To}al A)Turnqur. J,,J#/o %

No part-time or full-time employees were dismissed.

Not all separated staff completed exit interviews,

% % Q@EH+M3 although they were encouraged to.

Turnover rates and types

Action Steps:

Strongly encourage exiting staff to complete an exit
interview, as the information is extremely helpful and
informative for the agency.

Desired turnover should be less than 5% overall,
although some turnover can be good. For example,
when an employee is not a good fit, it is a good thing
when they leave on their own accord.
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Workforce diversity profile

Washington School for the Deaf

Workforce Diversity Profile

Agency State
Female 63.7% 53%
Disabled 46.6% 5%
Vietnam Vet 1.5% 7%
Disabled Vet 0% 2%
People of color 8% 18%
Persons over 40 69.6% 75%
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Analysis:

We have some areas of underutilization that are
included in our current Affirmative Action Plan.

There is a need to increase overall diversity,
although we face some difficulties with recruiting
due to the American Sign Language requirement
for many positions.

Action Steps:

Initiate measures listed within the agency’s
affirmative action plan to increase efforts to
achieve an overall higher percentage of diversity
within the agency.
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